Receiving appropriate education and occupying a place in the labor market is not easy. The barriers that a person has to overcome can be solved systematically by personal development and joint efforts of universities or an organization. We must take any action that leads to success and act in spite of the fact that this action may not be a great pleasure. Everyone has aspirations. It is important for people to link these skills to the field of their activity. When you love your own job and you are prone to it, you have more chance of achieving success with less effort. Being successful is the need for any person, but not everyone can achieve it. People differ from each other by their goals, to what extent they are ready to overcome the barriers to achieving a goal, how they can survive problems, contradictions. Naturally, achieving a goal requires great work and support. Failures often happen while trying to succeed. At this time, it is necessary to overcome pessimism and it is important to develop optimism by analyzing the causes of the failure. 'Hard work' does not mean 'effective work'. The most important thing is to use the resources wisely and achieve the goal by effective work. Today there are many methods to help people discover their abilities, with the help of this method they improve their communication skills, increase their labor productivity and achieve success by spending less energy. One of these methods is Augusto Boal's method. What is young people's attitude to personal development, how much support do they feel from the university and what expectations do they have from their organizations, how well are they determined, what is their attitude towards life -positive or negative; how can they deal with stress, develop creative thinking, develop leadership skills? -These issues have become an interesting topic for our laboratory, which are functioning at the Faculty of Economics and Business at Ivane Javakhishvili Tbilisi State University. The laboratory has conducted a number of studies, which have already been published in various magazines or at conferences. The studies focused on students' time budget, organizational culture and conflicts in an organization, as well as the assessment criteria for professors.
Introduction
Receiving appropriate education and occupying a place in the labor market is not easy. The barriers that a person has to overcome can be solved systematically by personal development and joint efforts of universities or an organization , 2014) , 2011) . We must take any action that leads to success and act in spite of the fact that this action may not be a great pleasure.
Everyone has aspirations. It is important for people to link these skills to the field of their activity. When you love your own job and you are prone to it, you have more chance of achieving success with less effort (Amkoladze, G; Gabrichidze, A; Giorgobiani , M; Zedgenidze M; Kharadze , N;, 2014). Being successful is the need for any person, but not everyone can achieve it. People differ from each other by their goals, to what extent they are ready to overcome the barriers to achieving a goal, how they can survive problems, contradictions. Naturally, achieving a goal requires great work and also support.
Failures often happen while trying to succeed. At this time, it is necessary to overcome pessimism and it is important to develop optimism by analyzing the causes of the failure.
'Hard work' does not mean 'effective work' (Amkoladze , G; Gabrichidze, A; Giorgobiani , M; Lomsadze-Kutchava, M; Kharadze, N;, 2014) .The most important thing is to use the resources wisely and achieve the goal by effective work. (Gulua, Ekaterine, 2012) .Today there are many methods to help people discover their abilities, with the help of this method they improve their communication skills, increase their labor productivity and achieve success by spending less energy. (Gulua, Ekaterine, 2013) . (Gulua, Ekaterine, 2012) , One of these methods is Augusto Boal's method (Boal, Augusto;, 2008) .
What is young people's attitude to personal development, how much support do they feel from the university and what expectations do they have from their organizations, how well are they determined, what is their attitude towards life -positive or negative; how can they deal with stress, develop creative thinking, develop leadership skills? -These issues have become an interesting topic for our laboratory which is functioning at the Faculty of Economics and Business at Ivane Javakhishvili Tbilisi State University.
The laboratory has conducted a number of studies, which have already been published in various magazines or at conferences. The studies focused on students' time budget (Ekaterine, Gulua; Natalia, , (Kharadze, Natalia; Gulua, Ekaterine, 2016), (Kharadze, Natalia; Gulua, Ekaterine, 2017), (Kharadze, Natalia; Gulua, Ekaterine; Duglaze, Davit, 2017), (Kharadze, Natalia; Gulua, Ekaterine, 2017)); organizational culture (Gulua, Ekaterine; Kharadze, Natalia, 2014), (Gulua, Ekaterine; Kharadze, Natalia;, 2018), and conflicts (Kharadze, Natalia; Gulua, Ekaterine;, 2018), in an organization, as well as the assessment criteria for professors. (Kharadze, Natalia; Gulua, Ekaterine;, 2018), (Gulua, Ekaterine, 2017) , Mikaberidze, Akaki, 2015) . This time again our research object is TSU students. The questionnaire was designed which included 28 questions and 112 options for answer. 500 respondents were interviewed and the data was processed by the SPSS program. Several hypotheses have been developed and based on interesting results we have received some recommendations and made conclusions. Our laboratory will continue to study interesting issues in this direction. It will be desirable to involve foreign colleagues and implement joint projects.
The survey included 500 randomly selected students, out of which the first year students constitute 16.6% of the respondents. Among them females are 6,2% and men -10,4; The second year students are 20%. Among them females -10,8% and males -9,2%; The third year students are 21.8%. Among them females -10,2% and men -11,6%; The fourth year students are 18.8%, females -12% and males -6,8%; Additional semester students are 2,8%, females -1% and males -1.8%; The first year students of the surveyed MA students constitute 18%, among them females are 10,4% and males -7,6%; The second year MA students are 1,8%, among them females are 1.4% and males -4%. The MA students of additional semesters are all females (2%) (see Diagram 1).
As a result of the study, the majority of the respondents in women as well as in men are mostly employed in enterprise (private commercial) sector, particularly, 41.6% of the interviewed respondents are men and 35.8% are female respondents. Followed by the state (public) sector where the respondents are distributed respectively : in the following proportions: 6,8% and 7,8%, the smallest number of respondents are represented in non-profit (non-commercial) sectors (see Schedule 1). These indicators may show that the government has been promoting private sector development recently in Georgia. Also, students' desire to work in the private sector is quite high. The time management of the employed students is quite difficult and it has been revealed in previous studies that were related to MA students. This study showed that even in the case of undergraduates, the level of full-time employees is high. In particular, 23.8% women and 24,6% men are employed fully in the stuff; At the half-rate, respectively, 18.4% and 10,8%, 10% and 12,4%-with a free schedule (See Diagram 2).
When it comes to employment, it is important to know the reason for students' choice and how much they are inclined to specific activity. Previous studies have shown that the main purpose of students employment was the material situation.
The students agreed to a little payment to cover the tuition fees. This study showed that 28.0% of the women and 28% of the men report that they have a natural talent in their specialty and are prone to work, 21.6% women and 16,0% men are partially inclined towards their job, respectively, 2,6% and 3,6% admit that they do not have a natural inclination towards their activity (see Diagram 3). With little difference but still women are more likely to choose a work that they are prone to, this fact can be explained by many reasons, one of them is that men are still considered to be the main force of the family in Georgia, and, therefore, the latter are ready for any kind of activities.
The inclination to the profession itself leads to love for it. It's a pleasure to do a lovely job. The research shows that 34% of the women and 32.6% of the men have love towards their profession, 15.8% women and 12.2% men "partly" love their profession. It can be considered as a good indicator that only 2,4% women and 3,0% men have no love for their profession, which means that they have made the right choice (see Diagram 4).
18% women of the respondents believe that their profession is largely creative and 23% men think the same way, while 34.2% women consider their profession as logical, this indicator in men is 24.8% (see Diagram 5).
It is interesting to see if the respondents are employed by their specialty. The study showed that 28,6% female and 25% male respondents are employed by their specialty; 11,8% of the women and 12.8% of the men believe that they are partially employed by their specialty, 11.8% of the women and 10% of the men are not employed by the specialty. In this regard the difference of any substantive nature was not observed by gender (see Diagram 6).
The majority of the respondents, as we have seen, are employed by their specialty. It is, therefore, interesting to see how the respondents are prepared to use theoretical knowledge in practice and whether they use their knowledge in practice. The common opinion that the university gives knowledge that they do not need in practice has been rejected. As a result of the research, 3,8% women and 3,2% men report that the theoretical knowledge which they received is mostly unusable, are partially utilized by 27.6% women and 23,2% men, the positive response was shown by 20.8% women and 21,4% men (see Diagram 7).
It is interesting to know what a supporting action plan is designed for employed students by organizations. Are they interested in taking care of young employees and in what way do they express it? The study has found that 24% women and 21.2% men are encouraged by the organization to combine working with studying, 13.4% women and 12.2% men often have the benefits, 11% women and 10,2% men responded "sometimes", a negative answer was recorded by 3.8% women and 4,2% men. No discrimination is observed in this regard (see Diagram 8) .
The study found that the individual development plan for employees in most organizations does not exist or is just written on the paper. Only 13.2% women and 15.4% men confirm the existence of such kind of plan, the formal nature of the plan is indicated by 15,2% women and 17% men, and those who have not heard about such a plan are 23.8% women and 15.4% men (see Diagram 9) .
The fact that organizations do not have individual development plans for the staff, has also been proved by the fact that less attention is paid to raising their qualification by trainings. 25,4% women and 16.8% men indicate that their qualification raising is not funded by organization, answer "rarely" was indicated by 10,4% women and 10.8%; The answer ''often'' was indicated by 7,4% women and 8,2% men and a positive response only by 9.2% women and 12% men (see Diagram 10) .
It is important to know what kind of payment policies are in the organization and whether the principle of fairness is protected. As the survey has shown 18% women and 20% men are satisfied with their own pay and consider that it are relevant to their work. The answer "rarely" was indicated by 15.8% women and 16,2% men, 18,4% women and 11,6% men are completely dissatisfied (see Dagram 11) .
Regardless of the legislative requirement the overtime work to be paid, not to say anything about the moral side, unfortunately, the employer is less likely to pay it. 23.4% women and 23.6% men positively responded to this question, ''rarely'' and ''never'' were answered by 8.2% women and 20% men and 20.6% women and 15.6% men responded negatively to this question (see Diagram 12) . Naturally, such an attitude towards young employees will cause a feeling of dissatisfaction and often makes them think they are victims of discrimination. The compensation level is also a problem.
Under the current prices, when the national currency devaluation takes place, 1500 GEL is not enough quantity to support the family, pay taxes and eat properly. In spite of this, only 0.8% of women and 4,4% of the men reported that they are paid more than 1500 GEL (550 €). From 30 to 500 GEL, we can assume that, it is equivalent to slavery, if an employee works full-time, 49.2% women and 41.2% men confirmed to have this kind of salary (see Diagram 13) . As we can see, the remuneration for existence is a destiny only for outstanding ones.
What is the feeling of young people in terms of realizing their own goals, what are their goals and if they realize their abilities? The survey found that 7,6% women and 9.8% men have a satisfactory attitude, mostly negative and categorical answer were given by 23.8% women and 18.2% men (see Diagram 14) . Women's pessimism is slightly but still high. It is no surprise, in today's society, men have a much greater chance of progress than women and this trend is observed in all areas.
It is interesting to note that despite the above-mentioned position, people are unable to realize their capabilities, slightly but still most of the percentages indicate that they are willing to stay in the organization, namely 9,2% women and 11,4% men. It is strongly determined that 16.6% women and 16.4% men won't stay at the organization, 25.4% of the women and 17.8% of the men believe that it is a temporary job (see Diagram 15) . Sadly, this tendency is not healthy, it's hard to work in the organization where you do not feel like a family member. This kind of attitude can affect their productivity.
It is important to know how much the young people feel that their job motivates their career progression. The total hopelessness of career growth was observed by 20.4% women and 16.8% men, 11.8% of the women and 11.8% men say that the organization does not have the appropriate potential, 20% women and 19.2% of the men have a hope for career advancement (see Diagram 16) .
Labor productivity of any employee depends on the climate of the organization which is reflected on their relationships and causes tensions and conflicts or positive relationships. 28% women and 27.2% men indicate that there is a positive environment in the organization, 21.8% women and 19.6% men think that the environment is satisfactory, and only 2,4% women and 1% men think that there are negative and conflict situations in the organization (see Diagram 17) .
Non-formal relationships also have a positive effect on the improvement of organizational atmosphere. Rarely this attitude was observed by 26.8% women and 22.6% men, existence of formal relationships was reported by only 25.4% women and 25.2% men (see Diagram 18) .
The official and formal relationship in the organization is reported by 9,8% of the women and 11% of the men, friendly relationships -by with 40.4% women and 35.8% men (see Diagram 19) . Although the level of informal connections that lead to getting staff closer is not high, conflict situations are less frequent and such facts are indicated by 2% women and 1% men. As expected, women are more involved in conflict situations.
Without mutual aid and knowledge sharing it is impossible to develop a person as well as organization (see Diagram 20) . 21% women and 18.2% men gave negative responses. 31.2% women and 29.6% men feel the support from the employees and the willingness to share their knowledge. In total this number is 59,8% of the interviewed respondents which is not alarming.
It is important for each member of the organization to feel safe and have a sense of justice (see Diagram 21) 21.2% women and 21.2% men have a strongly positive position and 2,4% women and 1,8% men have a strongly negative position. The rest of the "mostly yes" and "mostly not" answers I think are less sincere and it's hard to attach them to any position.
The silence on existing problems indicates an unhealthy environment (see Diagram 22) . It is pleasant to say that only 3,4% women and 2% men are avoiding talking about the problem. 16,4% of the women and 13% of the men can easily talk to the manager about problems, 32.4% women and 32.2% men speak freely at all levels. Communicating with the manager seems to be much easier for the women and their communication skills are better.
In any organization and establihment it is important for people to recognize each other's psychological recognition. Each member's expectation is the results of their work and their talents to be respected (See Diagram 23). Such approach and values increase employee's motivation which is positively reflected on the results of the organization and contributes to the growth of the person. It is pleasant to find that 35.6% female and 36.4% male respondents think that their talent in the organization is appreciated.
As a result of the assessment of the survey, such an impression was made that respondents positively evaluated their jobs. However, the answer to some of the questions gave us a different picture (see Diagram 24). In particular, only 23.4% women and 22.4% men like their own job. This is less than the half of the interviewed respondents. As it seems a lot of work is needed to be done each employee to feel safe, secure and comfortable at work.
The preliminary hypothesis has been verified by statistical methods. In particular, we used Pearson correlation analysis; the Chi-squared test for testifying the reliability of the connections between variables and the linear regression, in particular, the ANOVA test.
H1: Variable -Q28 (gender) affects variables:
Q11 (Is the environment in your organization fair?); Q14 (With the management of the organization have you developed your personal development plan); Q22 (Are you satisfied with pay (Do you think that it is relevant to the effort you made)?
Q25 (The amount of pay).
The formed hypothesis suggested that gender (Q11) affects the perception of justice in the employer organizations (Q11), whether they have developed personal development plan with the help of the organization (Q14), gender affects payment (Q25), gender affects the perception that the payment is relevant to the effort made by an employee (Q22).
To prove the hypothesis we have introduced Pearson Correlative Analysis Test, which confirmed the existence of correlation between variables. However, the connection between Q28, Q11, Q14, Q22, variables is very weak (ranging from [-0,2 to 0.2), while the connection between Q28 and Q25 is relatively weak (ranging from [-0.5 to 0.5] (See Table 2 ) N 500 500 500 500 500 **. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
The Chi-squared test revealed that only two variables -the relationship between gender (Q28) and the amount of compensation (Q25) is reliable or is less than 0,05 (see Table 3 ). Table 4 . ANOVA). The fact that some of the women and the men among respondents, not so small in number, who think that they do not have a natural talent in their profession, hinders their development. It is important to work with adolescents in order to find out what aspirations they have and to develop young ones in this direction. As it seems in Georgia parents' influence is still big who make decisions instead of their children.
Lower than average negative attitude towards the profession was observed by both sexes. Naturally, this indicator can be caused by the lack of talent and inclination. This problem can be solved at the working place, if an employee gets interested in what part of the task has to be executed by the employee it will be more pleasant to do. Delegating process should be implemented by observing the rules.
It is important for the organization to take care of each employee's personal development plan and it should be done by a mutual agreement.
Sharing knowledge and experience should be developed as the culture and positive character of the organization.
The fact that a large part is not inclined towards activities that they are doing is not surprising, they have to work hard and spend extra time to perform the task. It is important for the organization to pay extra compensation for such individuals to increase their motivation.
Every employee should feel that their work is appreciated and they can be promoted on their professional career level. Without elaborating a career management policy an employee's personal development cannot be accomplished. 
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